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Methods
Public park and recreation professionals within the 
Illinois Park and Recreation Association’s membership 
were invited to participate in the study (n=150). An 
online survey was developed to measure the variables 
of interest. Data was analyzed by regression analyses, 
correlations, reliability, and other factor analyses.
Background
Well-designed employee performance appraisals 
assume great importance by providing park and 
recreation agencies with information that can guide 
administrative and developmental decision-making 
about their most important asset - their human 
resources.  Despite their importance, an agency’s 
performance appraisal system can often be viewed by 
employees and management as a frustrating and unfair 
process. Previous research has suggested that 
performance appraisals do not happen in isolation, but 
within a social context.  
A finding that emerged was the collective support for supervisor trust on employees' appraisal reactions. Specifically, significant 
effects were found for supervisor trust across all three appraisal reaction levels (satisfaction with system, instrument, & justice 
perceptions). These findings are supported by previous research that has found links between employee-supervisor relationship 
characteristics and work-related outcomes of job satisfaction, employee morale, motivation, and performance (see Callier, 2014; 
Pichler, 2012).
While the study's findings highlight the importance of supervisor trust throughout each phase of the performance appraisal system, 
it is also worth noting that it is unlikely that supervisor trust alone will resolve all issues surrounding the appraisal system's design 
and implementation. Rather, agencies should be intentional in their efforts to promote collective (employee) participation and
supervisor trust while also incorporating the needed key elements of a performance appraisal system (i.e., job performance 
definition, updated job analyses, job specific appraisal instruments, rater training, etc.).
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Study Purpose
Guided by the existing appraisal research, the purpose 
of this study was to examine the effects of supervisor 
trust on employees’ reactions to the performance 
appraisal system. Strategic Human Resource 
Management (SHRM) theory served as the framework 
for the study. More specifically, SHRM and the existing 
management literature guided the development and 
testing of this hypothesis.
Three hypotheses created for this study were:
H1: Supervisor trust positively influences employees’ 
satisfaction with their performance appraisal.
H2: Supervisor trust positively influences employees’ 
satisfaction with the system during the appraisal.
H3: Supervisor trust positively influences employees’ 
perception of procedural and distributive justice with the 
appraisal system.
Hypotheses
For  all tables:   *p<0.05    **p<0.01
Future Research
This research focused only on professionals within the 
Illinois Park and Recreation Association. Future 
research should consider to other states and recreation  
industries to further validate these results. Another 
possible area for the future research would be to see 
whether supervisor trust can spur organizational 
citizenship behavior in employees that are satisfied with 
their performance appraisals. 
Block Variable R2 Δ R2 F p B SE T p
1 Years worked w/the agency .048 .053 .909 .365
1 Job position .021 -.007 .743 .529 .446 .563 .791 .43
2 Supervisory Trust .322 .295 12.105 .00 a .219 .033 6.725 .00*
Table 1.  Hierarchical Linear Regression Analysis Summary Table for Employees’ Overall Satisfaction 
with the Performance Appraisal System
Block Variable R2 Δ R2 F p B SE T p
1 Years worked w/the agency .008 .047 .166 .868
1 Job position .042 .015 1.53 .211 .592 .5 1.183 .23
2 Supervisory Trust .388 .365 16.35 .00 a .212 .028 7.635 .00*
Block Variable R2 Δ R2 F p B SE T p
1 Years worked w/the agency .127 .144 .882 .38
1 Job position .013 -.23 .358 .78 .435 1.51 .288 .77
2 Supervisory Trust .437 .409 15.69 .00 a .638 .082 7.804 .00*
Table 2.  Hierarchical Linear Regression Analysis Summary Table for Employees’ Satisfaction with the 
Performance Appraisal Interview Session
Table 3.  Hierarchical Linear Regression Analysis Summary Table for Employees’ Perceptions of 
Procedural & Distributive Justice with the Performance Appraisal System
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